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ABSTRACT 



Among the most important needs of changing economies 



is the need to respond to technological changes, economic 
restructuring, and labor market changes. Although formal vocational 
training schools do not usually respond well to changing economic 
circumstances, nonformal and proprietary or private institutions 
usually are highly responsive to the economy and labor market. Public 
vocational training should become more responsive to changes; five 
suggestions are given that could help the system respond. Some issues 
still to be resolved about the role of public vocational education 
include the following: How can the public sector promote training 
within enterprises? How can mass retraining be made effective? What 
role can training play in channeling women into nontraditional 
occupations? Should proprietary training be directed and controlled? 
What can existing training institutions offer to the informal sector 
in developing countries? and How should traditional apprenticeship be 
encouraged? The International Labour Office can play a role in 
helping vocational education systems to become more responsive 
through its some 140 projects throughout the world in subjects such 
as instructor training, development of modular training, and 
development of apprenticeship and by providing advice on retraining, 
management development, and entrepreneur ship. (KC) 
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Introduction 

I have been asked to speak on the Program The;ne, "Responding to Diverse 
Needs of Changing Economies". In thinking about this theme I have decided to 
divide it into several questions, as follows: 

1. What are the diverse needs of changing economies? 

2. How responsive are the various modes of training provision? 

3. How can responsiveness be built into VET systems? 

4. What issues are unresolved in this area? 

5. What is the ILO's role in helping VET systems become more 
responsive? 

In approaching the subject, I am highly aware of the difficulty of 
aggregation such a broad and complex field. VET systems are so diverse as to 
defy any simple characterisation. Clearly, I run the risk of the fallacy of 
ge eralisation. However, I am heartened by the words of Charles Benson, who 
once said "Anything you can say about vocational training is true." In this 
spirit, even the generalisations I am about to make may be true. 

L What are the Diverse Needs of Changing Economies? 

Three of the most important needs of changing economies are the need to 
respond to technological changes, economic restructuring and to labour market 
changes. 

A. Technologic al Changes 

The proliferation of advanced technology has altered the pattern of 
demand for labour in both industrialised and developing countries. New 
technology changes both occupations and skills. First, some occupations are 
likely to be in high demand*, others will gradually disappear and new types of 
skills will emerge. Second, the degree of proficiency needed for certain types 
of skills is also changing. 
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This can be Illustrated by the changing job content in 
electro-mechanical occupations in Germany and its implications for training. 
As shown in Figure 1» 35 years ago the training content in this field was two 
thirds mechanical and one-third electro-mechanical. By the start of the 1980s, 
to account for the introduction of computer-run or assisted production, this 
had changed to approximately one fourth mechanical, one fourth electro 
mechanical, one fourth electronics and one fourth informatics. The latter two 
fields were only introduced between 1965 and 1975. Similarly, there has been a 
change in the proportion of cognitive skills in relation to manual skills, as 
shown 1n Figure 2. It is clear that the present shift from manual skills to 
cognitive skills will continue.. A side effect of technological progress has 
been a reduction in the employment of manually skilled production workers in 
most Industrialised countries and an upgrading of the skills of those who 
remain. 

Take maintenance, for example: With advanced automation, maintenance 
has become relatively more important than operating the equipment. Since 
diagnosis is the most difficult part of maintenance, a good understanding of 
the entire machine is necessary. A machine that includes electro-mechanical, 
hydraulic, pneumatic and electronic parts needs maintenance crews that have a 
sufficient grasp of each of these fields. This calls for "mul ti - ski 1 ling". 
Moreover, a feature of advanced technology is not so much that it uses modern 
technology, but that this technology 1s changing all the time, thereby 
requiring continuous learning and upgrading. An electronics engineer may need 
up to 300 hours per year of further training to keep abreast with developments 

B. Economic Restructuring 

The pattern of demand for manpower is also being influenced by the 
restructuring the economies of many countries. Two types of restructuring can 
be Identified. First, there Is the discernible longer-term trend of growth of 
the services sector in most countries. Second, the relative rates of growth of 
subsector activities are also changing. Thus, in many countries there has been 
a shift in the order of importance of certain industries within the industrial 
sector. This has come about as the result of globalisation of markets, 
declining competitiveness, or in response to concerted economic policy, such as 
In Eastern Europe, which is shifting productive capacity from heavy to light 
industry and to food and consumer goods production. 

The training problems posed by restructuring are formidable. The 
decline of coal mining and ship-building in Eastern Europe, for example, can 
only be remedied by schemes that include retraining the displaced workers for 
new occupations. ILO estimates that 500,000 workers in Bulgaria will need to 
be trained to find new occupations in the next few years, as well as 2 million 
workers in Poland and more than 6 million workers in the Soviet Union. 
Retraining inevitably will be an important part of moving workers from 
occupations in surplus to those 1n demand. However, experience shows that 
traditional training courses have not performed well in this respect. The need 
exists for a combination of counselling and retraining geared to identifiable 
job opportunities. 

C. labour Market Dynamics 

A combination of rapid population Increase, coupled with slow growth in 
modern sector employment, means that many developing countries cannot generate 
enough wage jobs to absorb the burgeoning new entrants to the labour market 
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each year. This 1s one of the most serious problems faced 1n Africa and parts 
of South Asia. The number of entrants to the labour market today in most 
sub-Sahara African countries far exceeds the number of new jobs generated by 
the economy. Diagram 3 illustrates the problem with orders of magnitude. In 
general, with the assumptions made, there will be an average of seven job 
seekers for each new wage job created annually. Another way to look at the 
mismatch Is to compare the number of school leavers from the various levels 
with the creation of new wage employment. Let us take Zambia, an extreme case, 
as an example. Between mid-1970 and mid-1980 the number of school leavers who 
entered the labour market Increased by 36% to about 160,000 per year. Over the 
same period formal sector employment, that is wage employment, actually 
decreased by 5% to a total of 360,000. Even 1f wage employment resumed growth 
at the rate of 5% per year, which is almost Impossible, it would still only 
generate 18,000 jobs each year compared with 160,000 job seekers, a ratio of 9 
job seekers per job. 

What happens if there are not enough wage jobs to go around? There are 
only three alternatives: 1) be unemployed, which for most people cannot go on 
indefinitely, 2) take a job in subsistence agriculture or in the urban informal 
sector, or 3) create a new job for oneself. The role of training cannot be 
overlooked in face of this massive problem. The Issue for vocational training 
in Africa, in my opinion 1s the following: what should training be like w. en 
there are not enough wage jobs to go around? At present, most vocational 
training institutions in Africa, built during the heyday of industrialisation, 
prepare people for formal wage employment, that 1s, for at most one tenth of 
the labour force. What about the other 90%? 

LL How Responsive are the Various Modes of Training Provision? 

A. Training Provision 

It would be useful, first, to take a look at the various sources of 
vocational training. As shown in Figure 4, essentially there are three sources 
of training: publicly provided training, enterprise-based training and 
proprietary or private training. Within the public realm, there are perhaps 
four sources of training: schools as part of the formal education system, 
generally under ministries of education; non-formal training institutes, under 
ministries of labour or national training authorities; training done by other 
government ministries and training by para-statal companies. 

Most of the training that actually takes place is "invisible.*' By that 
I mean: we usually regard vocational training as only that which goes on in 
schools or dedicated institutes. This may, in fact, be the smallest part of 
what goes on within government alone. We tend to ignore that which 1s 
difficult to measure, such as training by other government ministries, training 
within enterprises and training within private institutions. This is what 1s 
called the "Invisible traininy world". The point I wish to make here is that 
most of what goes on within this "invisible training world" is in fact highly 
responsive to changing economic needs. 

B. Responsiveness bv Type of Vfr T 

}• Forma] — vocational training schools under ministries of education 
typically do not respond well to changing economic circumstances. I know what 
you are probably thinking now. You are thinking of places like Korea where 
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skill training sponsored by education ministries works exceptionally well . 
Yes, you are right. But the reason it works well probably has less to do with 
its sponsorship than with the countries themselves: everything works 
exceptionally well in Korea. There are exceptions, of course, but 1n general 
formal vocational schools have had trouble matching their programmes to labour 
market demands. Public schools, unlike non-formal institutions, are purposely 
Insulated from market forces to keep them from being affected by rapid changes 
so that can preserve and pass on the dominant culture. The incentives that 
drive them flow not from markets where their graduates are evaluated, but from 
financial support they get through the public bureaucracies. This lack of 
direct connection to output markets makes it difficult for formal institutions 
to anticipate or sense changes in labour market demand, and their bureaucratic 
structure limits their ability to change programmes once a new demand has been 
successfully expressed. The problem with formal vocational training schools 1s 
that they do not receive forceful, hard -to -ignore, signals from their graduates 
or from employers. Thus, it is not surprising that countries such as China, 
India and Indonesia have reported difficulty in structuring the public 
vocational schools to respond to changing demand. 

2. Non-formal Institutions : public training institutes that lie outside 
the formal schools - (typically vocational training centres often under 
ministries of labour or national training agencies) have been shown to be able 
to provide cost-effective training in a rapidly shining labour market. They 
are separated from academic schools, thereby sheltering training from 
prejudices against manual occupations and the attractions of higher education; 
they can operate quite close to the labour market; they cun offer a variety of 
courses responding to needs; and they can train people in a relatively shorter 
period of time. On the other hand, these institutions can have problems that 
impede their responsiveness - particularly when well financed, they can grow 
top-heavy bureaucracies, and they also tend to keep putting out the same kind 
of training regardless of what is happening in the job market. 

3. Proprietary or Private Training tends to be highly responsive to the 
economy and labour market. Figure 5 contrasts the ways in which spending 
priorities are set in private and public institutions. In effect, the budgets 
of private insitutions are typically determined by how well the graduates are 
absorbed in appropriate employment and how labour market demands change. In 
contrast public institutions tend to have only weak links with the labour 
market; budgets are based largely on previous years' spending. 

This contrasting incentive structure leads to certain characteristics in 
proprietary institutions, such as: 



■single purpose 
-short courses* 
•low capital investment 
•emphasis on teaching 
with frequent performance 
evaluations. 



-flexible curricula 
-emphasis on job placement 
-low staff requirements 
-efforts to substitute less costly 
means of teaching 



(* recognising that one of the most important costs of training to the 
individual is foregone income) 
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The advantages of proprietary vocational training are that it: 

1. expands overall training capabilities; 

2. reduces the financial burden on public resources; 

3. responds to changes in the labour market; and 

4. creates competition, alternatives to public offerings. 

Results of research in the USA, (Wilms 1990) show that proprietary 
vocational training institutions enroll more than public institutions; 
retention rates of students are 50% higher than public institutions of similar 
type; placement rates and earnings of graduates are about the same as that of 
public institutions, but are achieved in half the training time on average; 
private institutions are more flexible, tending to add and drop courses about 
half again as often as their public counterparts. 

However, proprietary training also has its disadvantages. Students 
often with the least ability to pay have to pay for the private training. 
Quality is sometimes appallingly low. There are many examples of outright 
fraud and private skill training rarely is given in fields that require heavy 
capital investment. 

4. Enterprise-based Training tends to be even more responsive to 
economic changes than other types of training. This should not be surprising. 
To the extent that firms need training, they are the first to become aware of 
the fact. Second, firms do not offer training they do not need. Third, the 
training given gives an immediate payback so that, potentially at least, there 
is built-in quality control. This should be an almost fool-proof solution. 



The advantages of enterprise-based training also apply to 
apprenticeship. Three centuries ago, there were only religious schools and the 
apprenticeship controlled by the guilds. For the vast majority of youth, the 
only chance of gaining skill knowledge and an occupation was to study with 
someone. This could be a casual process of watching, imitating and 
unstructured tutoring. The European guilds, which date from the Middle Ages, 
began to give more structure and substance to this learning. They established 
thresholds of competence the apprentices must reach and strict requirements for 
becoming a journeyman and then a master. Under this system, the apprentice 
offered his labour to the master craftsman in exchange for a small wage and 
on-the-job learning. 

Apprenticeship - whether more or less structured - has survived for 
centuries. In the industrialised countries, it has taken all possible paths. 
At its simplest - it remains the predominant method of skill acquisition - 
"sitting by Nellie". In its most sophisticated versions, it has become a 
complex and structured system, as in Germany, the so-called "dual system". 
Since it has direct links with the needs of the labour market, the 
apprenticeship system has proved quite efficient at transferring skills 
especially when technology is stable or changing slowly. Apprenticeship's 
strongest side is its practical orientation. The other side of the coin, is 
that the system chronically neglects theory. This slows down the adaptation of 
workers to new job requirements under conditions of rapid technical advance. It 
also limits the skills in areas where conceptual mastery is required. 

Apprenticehip also exists in the informal sector in developing 
countries, often with structures that closely resemble those associated with 
the European guilds. In many places, it constitutes the bulk, if not the only, 
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training offered since institution-based training may be marginal or 
non-existent. An ILO study of French-speaking African countries showed that 
84% of employees had received traditional apprenticehlp training against 7% 
modern apprenticehlp and just 2% 1n vocational training institutes. 

Traditional apprenticeship can be highly effective. It costs next to 
nothing yet, in many cases, compares favourably to formal training. The ILO 
found in C6te d'lvoire that jewellers and carpenters trained by the informal 
sector had more complete training, more practice and better customer contact 
than their formally trained counterparts. 

Enterprise-based training and apprenticeship both can have 
disadvantages, especially In countries at early stages of development. There 
may not be enough enterprises to be able to give training. In-service training 
can be too narrowly focussed. Some firms will not train staff for fear of 
loosing them to other enterprises. Individual firms look for their individual 
payoffs, but the needs of individual firms are not the same as the needs of 
industry or the economy. Often, only big firms can afford training. The 
financial resources, administrative effort and the technical expertise to offer 
training are beyond the means of average-sized firms in developing countries. 
Thus, in many developing countries, firms lack the experience, skills and even 
interest to provide properly structured training, and traditional 
apprenticeship often turns into exploitation of cheap labour. 

Of course, since firms are more reluctant to pay for training than to 
hire well -trained workers, the classical solution has been to shift the 
training to the public sector. This puts us right back where we started, 
namely the lackluster performance of state operated training in response to 
markets. 



III. How can Effectiveness be Built into Public VET 

The thrust of training policy should be to encourage private and 
enterprise based training as much as possible because of its responsiveness to 
changing labour market demands and the financial relief it affords the public 
sector in times of stringency. However, it would be unrealistic to think that 
all or most training is ever going to be undertaken by the private sector; 
public provision of vocational training is Inevitable. It happens in all 
( countries, no matter how free -market oriented the may be. The question, 

therefore, is not whether there should be public provision of vocational 
training, but rather how can it be made as responsive as possible to the 
diverse needs of changing economies. I would like to mention five things that 
can be done to build responsiveness in public VET. 

1. The first thing to do 1s strive for "trainability" through the 
system of general education. In most countries, developed and developing 
alike, only a minority of those entering subprofessional occupations require 
significant pre-employment training. The great majority will acquire such 
skills as they need in-service. The greatest part of the task of schools is to 
anticipate and facilitate this process by developing trainabiVty 
Trainability is, *f course, a broad concept which means different things 1n 
different contex but 1s likely to encompass somp or all of the following 
traits: * 
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-development of cognitive ability: reasoning skills and nurae.acy 
-development of scientific attitudes in a broad sense 
-mastery of the national language 
-development of communication skills 
-development of interpersonal skills 
-development of self-discipline and responsibility 

To this list could be added; attitudes to work and basic understanding 
of technology. 

The first task of the educational system is to provide as good a general 
education as can be achieved and that this is all that is required for the 
great majority of students. As Chris Dougherty from the London School of 
Economics has pointed out: "The notion that all, or even most, students need an 
employable skill" if they are to enter the labour force successfully is pure 
fantasy, and the associated notion that macro unemployment of school leavers 
fj? t! 6 a11ev J ated D * providing them with employable skills is just wishful 
thinking. In other terms, literacy and numeracy are probably the best 
vocational skills one can acquire. Good maths and science may be the second 
most important vocational skills in view of technological and structural 
changes. The corollary is to defer vocational specialisation as long as 
possible, until on the job or immediately prior to employment. 

2. The second thing that needs to be done to make public vocational 
training more responsive 1s to link it better to the labour market and that 
means to employers. Ultimately, employers are the ones who decide on hiring. 
They have the last word on what the market wants. This is not to say that they 
are necessarily wise in their decisions or that the pressures they may exert on 
training system- are always welcome or pertinent. The point is that it makes 

employers l ° ^ P6 ° Ple * Uh profi1es that are 9 o1n 9 to be rejected by 

This idea is neither ner. nor original. The problem 1s how to do it. 
The most obvious way 1s to have training under the control of a board In which 
employers are present and decisive. Most training systems are governed by 
councils or boards. In theory, the wishes of employers are given a f*1r chance 
and cannot be Ignored. In practice, however, many boards are too large to be 
functional; employers may have only token representation. The agendas are 
often overcrowded with formal routines. The boards tend to lack real power to 
veto budgets, to vote funds or to change critical rules and regulations. In 
the long run, weak boards end up with weak represenatives. 

Not that all boards are ineffective. Training systems operated by trade 
chambers or associations of employers tend to respond much better to firms 
demand. Good examples are the Brazilian SENAI AND SENAC which are formally 
.Inked to the Ministry of Labour but in reality are controlled by employers 
better off° nS ' Bay have other sins » but on speerj of adjustment they are 

3. In the jnal analysis, perhaps the best way to reduce the distance 
between training nstitutlon and clients Is to decentralise and delegate power 
to the local institutions and hold them accountable for results. Quantity and 
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quality of training must be something that can be altered inside the schools. 
This, of course, requires the proper framework. If training policies and the 
mechanisms for their monitoring and adjustment are in place, then a framework 
exists 1n which decentralisation can operate effectively. Decentralising is a 
decision of a tall order, involving many politically sensitive points. It may 
also have equity drawbacks. Yet, there seems to be no better way of achieving 
a self -correcting mechanism to realign supply and demand of training. 

4. Fourth, to the extent possible, make the beneficiaries of training 
pay for vocational training. This is the "market test". Individuals, 
households or firms will not continue to pay for training that is misdirected 
or wasteful, be it through payroll taxes or Individual tuition. This is a 
powerful way to ensure self- correcting mechanisms in training. 

*h. 5 : Th f * prec f d , 1 !! 9 . steps relate 1ar 9 el * to the modern formal sector of 
the economy. Let us talk for a moment abouc the informal sector. Just because 
one is dealing with the informal sector does not change the general idea that 
training has to respond to demand from the productive sector. Yet, it is a far 
different demand, in effect, a demand for self employment for jobs not yet 
created. Enterprises are very small and thus far not represented by collective 
™lnJ«M™ in ""Hf C ? Ses * e1 f-^P 1 oyment is the major form of economic 
organisation Clearly, strategies for creating incentives for training 
institutions to respond to their demand tend to be quite different. 

* The .L f ! fth . th1n S t0 do 1s train P^Ple to become self-employed or 
increase their incomes in the informal sector. The danger,here, however, is 
ImLa f!!™?! sector training would be organised for its own sake without much 

' J t0 A ! ct ? a l . po 2 , ? 1 I U J e J fo / ga1nfu1 em Pl°yn>ent in the informal 
sector. A second risk is that training for entrepreneurship or self -employment 

^th"^ °S <??J tS own ' * hich 1s <neff«ct1v». Training has to be coKed 

7nJanH^ ed, \ faCi1 ] t1 ?f£ *? ith adv1ce on the Polity and management of the 
intended venture and with the necessary infrastructure. 

I V. What issues are Unresolved 

. J; How can the Public Sector Promote Irainj na mthln Enterp rises? The 
lllr \J,,i.JSl *?♦ stimulate enterprises to do their own training without 
7" tj 9 ^ny means are known, such as, tax rebates for training 

?ange P o? effecUve'oltlons ' ™ 9 ^ U ^ t0 identif * the 

f I' How can Mass Retraining Schemes be made Effective? Massive training 

?Lf r <» r HoJnH cl S ar1y needed t0 move P eo P le ^om occupations 1n surplus to 
I?. 3 However, no retraining programmes have even been organised on 

*Lr\ltl J?k n0W 11 requi r ed 4 l n Eastern Eur °P e a » d the Soviet Union, and the 
experience with smaller retraining programmes has often been disappointing. 

nftB f JLiSffi — r ° 1fi .^ an , t tra1nin q — El^ ill channelling women into 

iy'tffuKr fS^i^HP?* ? dyiopiiifl countries; female participation 
Lr lilu fl f ° E?n iS St111 c ?!!f ned 1argel * t0 a ran 9 e of occupations with 
In?HLJ eye1S ° f ? k . 11l i responsibility and pay. Training and vocational 
^Ie a M?4*f e C i UCial for c WOmen since they determine to a great extent the 
°L*™ % 1 t0 A better occupations. Yet, few women Inter vocational 
i «2lSi,i 7 * ho f wh S d ? ar ! se 9 re 9 at ed by type of course. This constitutes 
Lp?3SeS! reen1ng device for sortin 9 men and WOfflen 1nt o different types of 
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u , 4 ' Should Proprietary Training be nir^t^ ^ r^ r ^«A |m i ]f ~ n 
Hoti. The issue is how can the abuses of pr 1 vatHrll^ b e avo 1 ded w1 thout 
destroying incentives. Wha Incentives are needed and possible to get private 
Institutions going m the proper direction and how can they be regulated 
til ° Ut wu S 1fl C 9 i ; itiati r e ;, U is Sxceptlonally difficult for govlrnmln 1o 
institutions fra9mentat1on and heterogeneity of private training 

a 5 i ^ hat can existing training ^ct<t..t1 ? ps offer % o th e Infor mal sector 

^^nn lQ ?I"?^ C ?y ntri ^ S u ? , P any Sloping countries have^^lubtrshed 
training Institutions that have acquired considerable competence 1n training 
for the modern sector. They were neither designed to operate In the informal 
sector, nor do they display much eagerness to move 1n this direction. NGOs and 
8n? SS MrS? ♦ m ? vem ? nt ? are becoming Increasingly active 1n the Informal sector. 
Tnh NG ? S + ty P icall jf na * e lm le, If any, competence In training. How can their 
interest to operate in the Informal sector be combined with the technical 
competence of the established training institutions? 

6 « . g^rf^gffl Traditional App rentice s hi p h e Encouraged? As stated 
earlier, traditional apprenticeship has been a good, and often the only, source 
of trained labourers in developing countries. The Issue is not whether, but 
how to encourage it. What kinds of policies would protect apprentices from 
exploitation, improve the quality of training and encourage Its expansion. The 
J?!? ™9 ulat J * he system have often been counterproductive 
resulting in the craftsman abandoning the practice of taking on apprentices 



V. What is the HQ's Role in Helping VET Systems Becoim? Mn r? Responsive? 

Cflfflfl ,]l Tf ? e Vocational Training Branch of the ILO 1s currently executing 
some 140 projects worth over US$ 110 million in 75 countries of the world. 
JlL Ik Projects are In Africa, about a third in Asia with the rest divided 

f&JnL JK P i.SSp ?22 J 1 \? i ? d e f ?st/Europe. About 80% of the projects are 
financed by the UNDP, 15% by bl-lateral donors and 5% by development banks. 

t »»i.m J' / hG ? e pr ? ject | nave typically been 1n such areas as Instructor 
ill I n2' ,J ewl ?S! t ll °f apprenticeship systems, development of modular 
d K establishment of standards and certification systems. Now, 
? e !r a ?ln mr A emph ? Si f ] s being placed on specific target areas such as 
nn u fill! 9 ! ? nd WOm ?? S trainin 9- At the system or Institutional level the 
liLJ „fR5 a J 1 5 1ng *f° liCy anal ys1s, system and institutional management, and 
labour market Information systems. 

retrainino anH Sj2Jf.ii! ¥ ll bein9 ^easingly asked for advice on worker 
2K!J!i 9 i ? .specially in the area of management training. In Africa, the 
• successful tr a a nSrJLh f °J s ? f-^wnt in rural areas. The ILO has developed 
on which I r h Jn area calle <J Skills Development for Self Reliance 

on wmcn I reported to you last vpar. Thi« ann^arh ni a /.««. . 



nn .7.:::: t HKH, rr t,,,;> area canea 5kiiis ueveiopment for Self Relian 

?2»t!5t J r T* rted , to , you last year ' This ^PProach places training in 
context of market analysis at the community level, carefully selects potent" 

Drovfdes ^access J™ 1 "J" WW skills aS " e " as P^Sct pr£ UCtio 
provides access to credit and follows through with in-service business advice. 
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Siiv^ ;;?& nat1onal Differences in 
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Branch, Discussion Paper No. 49, February 1990. 'raining Koncies 
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Figure 2 

Proportion of Manual Skills to 
Cognitive Skills in Training for 
Electro-Mechanical Occupations 




Source: ILO, 1983 Eleventh Session 

of the Metal Trades Committee 
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TYPICAL AFRICAN CASE 



Total Population 




Diagram 3a 



Labour Market 




DYNAMICS OF THE AFRICAN LABOUR MARKET 

Diagram 3b 



Population, say 100,000 
(33%) Labour Force 33,000 
3.5% growth p.a. ■ 1,155 new jobs needed 



Ratio: 1,155 Entrants _7 
165 Jobs "I 



Wage Employment 10% • 33% - 3.3% (3,300) 
Growth p.a. (165 new jobs generated) 
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FIGURE 4 
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Figure 5 



inputs 



private 
training 
Institution 



signals 5 



output & 
labour market 
Information 



Inputs 



public 
training 
Institution 



» 



output & 
labour market 
Information 



— r 
I 

.J 



9 

ERIC 



